straightforward, however, as these policies must also be put in the context of general employment trends and their impact on the various groups in the labour market. In particular, as unemployment has grown, the climate has become less favourable to the implementation of equal opportunities programmes.
The Le�islation and Its Use
Countries vary not only in the manner in which equal opportunity laws are implemented, but also in respect to the groups to which they are applied. Canada has the most extensive list of prohibited grounds for discrimination in employment, and Britain t he least of the three countries under examination. Hence, it can be seen that over time, there is a tendency in each country for legislation to incorporate new groups and to increase in complexity to cover more aspects of discriminatory treatment.
Detailed statistics on the number of complaints are contained in Table 1 for the U. S. , Table 2 for Canada and This is worthy of comment in the light of the relative improvement in nonwhite relative to white earnings, and relative stability in the female/male earnings ratio.
The trend in Britain (Table 3) is very different, the number of equal pay cases decreasing from 1742 in 1976 to only 35 by 1983, increasing, however, to 517 in 1986/7 as a consequence of the Equal Value Amendment. This is consistent with an impact effect of legislation followed by a decay * In interpreting these figures, account should be taken of population growth. Over the period 1967 to 1984 the total number of males with income rose by 33. 8%, being substantially exceeded by the corresponding figure for females of 84. 1%. For non-whites with income, the growth in numbers over the same period was 80.4%, the corresponding figures by sex being 62.3% for males and 99. 7% for females. Thus population growth rates for those with income have been much higher for females and non whi tes than for males and whites. when the number has increased sharply to exceed the number of sex discrimination cases in 1986/7. Given that the non-white working population is only some 3% of the white working population, this again is consistent with a much greater propensity for non-whites to h a ve recourse to legislation than females. This applies even more strongly when attention is paid to the extent to which British men make use of the sex legislation.
Between 1976 and March 1985 men were responsible for 6. 4% of applications under the Equal Pay Act, and no less than 23. 9% of applications under the Sex Discrimination Act. The overall impression is one of a very much lower intensity of use of the legislation than in the U. S.
Canadian experience (Table 2a) and 1983 relative to the previous two years, such complaints rose consistently until 1986. However, relative to the U. S., there is a lower incidence of legal cases in Canada, but a much higher incidence than in Britain. females to utilize equal opportunities legislation. This is because discrimination charges on the basis of race, colour and national origin form a significant proportion of employment discrimination complaints, far in excess of the representation of visible minorities in the Canadian labour market (Table 2b ) .
It is difficult to explain why recourse to equal opportunities legislation is so much lower in Britain. Industrial tribunals are empowered to hear complaints under 11 different Acts of Parliament and various statutory regulations. The total number of applications increased from 14, 857 in 1972 to 39, 959 in 1983 , but applications concerning unfair dismissal and redundancy payments make up nearly 90% of registered applications [l] . One factor may be probability of success and the size of compensation awards. About one-third of unfair dismissal claims are upheld at hearings which is rather higher than for equal pay and discrimination claims, but still low. In the year 1986/87 the medium award in unfair dismissal cases was £1, 805 with over £9, 000 being awarded in some cases, whilst in race discrimination cases two thirds of the awards were less than £1, 000 and the highest award was below £4, 000 and in sex discrimination cases over sixty percent of awards were below £1, 000 with the highest award being below £9, 000*. One study found that in Canada, unlike Britain, complainants in human rights cases decided by tribunals and courts fared considerably better than respondents before the tribunals in Britain, * A detailed study of cases before the industrial tribunals found not only that compensation was relatively low, but also that many applicants incurred significant expenses which were not fully reimbursed. There were difficulties and delay in obtaining monetary awards as well as the stress involved. [4] . Analysing earnings relativities separately by twelve racial groups differentiated by sex Carlson and Swartz (1988) find in contrast that the relative position of white women did not improve in the 1970s [5] . These * Selectivity bias may occur when observed wages are influenced by decisions about whether or not to participate in the wage or salary sector as opposed to self or household employment. If we are interested in discrimination it is the wage offers of the employer that are relevant as opposed to the wage outcomes.
conflicting findings suggest that the results may be sensitive to the data sets used, coverage of workers and the estimating model used. In the case of male workers in contrast Carlson and Swartz find that for all ethnic groups the level of corrected earnings in 1979 is greater than its level in 1959, so that the evidence on race is much firmer than on sex.
The reasons why such improvements have taken place is, however, more contentious. The improvement in black earnings appears to be too large to be explained by the decline in the labour force participation rate of less productive black men in the 1970s. In the case of women, in general it has been argued that the increase in the participation rate has meant that there are more new entrants with limited labour force experience, and this will have a depressing effect on female pay. Thus constant relative earnings for women implies a real improvement in their long-term relative position.
There are, however, differences in the improvement in the earnings ratio across various female racial groups, despite similar trends in participation rates. Likewise, there are differences in earnings relativities across countries, despite increasing labour force participation almost everywhere.
Others have argued that such improvements as have occurred can be explai�ed by improvements in the quality of schooling of new entrants, and yet others that equal opportunities legislation has been responsible. Thus, Leonard reviewing some recent U. S. empirical analyses of the impact of affirmative action and equal opportunities legislation on employment and productivity (rather than earnings) finds a positive effect for black workers, but more mixed results for white females [6] . Gunderson in another survey of U.S.
*
The distribution of the gains is, however, surprising. Brown (1982) finds that whilst 60% of all EEOC complaints were filed by black males, relative gains were greatest for black females [8] .
experience concludes that the legislation tends to be more effective when the economy is expanding rather than in a recession; when the legislation is aggressive ly enforced; and when the probability of paying a financial penalty for a breach of it is increased [7] *.
As far a Canada is concerned, he concludes that conventional equal pay legislation has not had a significant impact in narrowing the male-female earnings gap. In Britain, in contrast, one study by Zabalza and Tzannatos finds that the overall effect of the legislation has been to increase the relative earnings of women by 19%. However, the use of flat-rate incomes policies and the narrowing skill differential in the 1970s casts some doubt on this result [see 9, 10, 11] .
The fact that relative earnings are likely to be affected by the state of the economy as well as by the impact of equal opportunities policies suggests that we need to isolate short-run from long-run influences on relative earnings. Earlier studies by Rasmussen [12] , Vroman [13] , and
Masters [14] found that aggregate labour market tightness assisted the relative earnings position of minority workers, though this was not confirmed by some later studies including that of the authors of this paper [15] who analysed the situation for each of the three countries up to 1980.
The authors have extended the earlier model up to the mid 1980s and these results confirm the earlier findings*.
We have not attempted to incorporate the variation in the number of legal cases over time into these models. For one thing we lack knowledge of an appropriate lag structure, given that it will take some time before cases are processed and come before tribunals or the various equal * Detailed results are available on request from the authors. The rapid growth in labour force participation rates of women has clearly had major significance for the relative position of women in the labour market, but its precise effects remain to be determined.
There are substantial differences in the extent to which the legislation is used across countries and by different groups in the labour market. Non-whites have a much greater propensity to bring claims than have women.
It is not clear to what extent this reflects differences in the degree of discrimination, the perception of its incidence, or a willingness 14 to seek legal redress. But the greater incidence of race discrimination cases is reflected in a marked improvement in non-white earnings*.
In pursuing further improvements in the law, there is an implicit belief that the law can be effective in improving the position of women or minority groups, and that the major explanations for the labour market disadvantage of women or minority groups is to be found within the labour market rather than outside it. It is possible, however, that other factors such as changes in labour force participation or related demographic factors may be more critical in the long-term than the availability of legal redress in improving the relative position of women and minorities in the labour forces.
The law can provide a floor to prevent the most obvious manifestations of unfair or discriminatory behavior, and in this respect the extent to which the law is used may not be too critical. Yet, while some form of labour market legislation may be necessary, it may not be sufficient. Attention needs to be given to other policies such as those relating to human capital (e. g. education, training, labour market information etc. ) Further, given uncertainties about the actual impact of legislation, due regard needs to be paid to the potential costs as well as the benefits of further incursions by the law (such as comparable worth)
into traditional collective bargaining arrangements. For instance, unlike equal opportunities polices, such as affirmative action, which attempt to increase the costs of those who discriminate, comparable worth itself will raise the costs of those who comply. This increases the probability that employers will attempt by one means or another to minimize its impact.
The fact that use of legislation is much more marked in the U. S. where unioniz ation is much lower than either in Britain or Canada suggests that the role of the trade unions may not be a major factor in determining the extent to which use is made of the legislation.
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Policymakers need, therefore, to compare the relative advantages and disadvantages of different potenti al strategies for dealing with perceived inequalities in the labour market rather than treating each policy in isolation.
Finally, further research is required before we have an adequate understanding of variations in the extent to which different groups in different countries make use of equal opportunities legislation. 
